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The high employees turnover at PT. BRI Syariah shows low job satisfaction and organizational 
commitment and high desire to change jobs. The purpose of this study was to determine the 
effect of job satisfaction and organizational commitment on turnover intentions directly or 
indirectly. Quantitative methods are used in this study. The population is employees at PT. BRI 
Syariah of Malang Branch with 50 people. The sampling technique used was census sampling 
with sample size of 50 people. Data collection techniques using questionnaires and path 
analysis. The results of the study indicated that there is negative and significant effect of job 
satisfaction on turnover intentions, positive and significant effect of job satisfaction on 
organizational commitment, negative and significant effect of organizational commitment on 
turnover intentions, and negative and significant effect of job satisfaction on turnover 
intentions indirectly through organizational commitment. 
 





One of the hot issues being discussed is the turnover issue. Recent trends in employee 
turnover have increased equally across the globe. The impact of turnover which becomes the 
main loss of organization is the time and new costs for employee recruitment. This makes many 
companies experience frustration because qualified employees obtained from recruitment 
prefer to work in other company organizations. One of the companies facing the employee 
turnover problem is PT. BRI Syariah. In 2017, the company experienced high employee 
turnover. Based on BRI Syariah Sustainability report data, (2017) that the level of turnover 
experienced by PT. BRI Syariah is dominated by resignation from employees. The number of 
employees who resign becomes disadvantage for each company because it certainly will 
greatly hamper organizational performance. The existence of negative effect between turnover 
on organizational performance, high turnover rates have impact on the decline in organizational 
performance. Employee turnover certainly cannot be separated from turnover 
intention. Robbins and Judge (2011) argue that turnover intentions is the most dominating 
factor that is positive for turnover. This means that when the employee's intention to move is 
higher, the employee turnover will be greater. Turnover intention can be seen as the subjective 
probability of individuals who will change or change jobs within certain period. One factor that 
is considered as turnover intention antecedent is job satisfaction. 
Job satisfaction can be seen as employees' perceptions of how well their work gives 
them what is considered important (Luthans, 2006). Some studies that examine the relationship 
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between the effect of job satisfaction on turnover intention include research (Putri and Prasetio, 
2017) which indicates strong relationship between job satisfaction and turnover intention, 
then Luz and Oliveira's (2016) research revealed that job satisfaction can predict turnover 
intention. Several studies have been conducted to explore these factors affect employee 
turnover intentions (Djebarni and Kamel, 2011; Ertosun and Erdil, 2012; Walker and 
Campbell, 2013; Ibrahim and Perez, 2014) 
The high level of turnover from employees can also be seen as result of the low level 
of organizational commitment, it can be interpreted as situation where employees take sides 
and feel part of the members so there is desire to remain in the company. High employee 
turnover is the result of low employee desire to remain in the organization. Robbins and Judge 
(2007) define organizational commitment as condition where a member sits with the 
organization and its goals and desires to maintain its membership in the organization. The 
relationship between organizational commitment and job satisfaction is supported by Kell & 
Motowidlo (2012) which states that job satisfaction and organizational commitment are 
attitudes that determine certain behaviors. 
In addition to the relationship between job satisfaction variables and organizational 
commitment to turnover intention, previous research also shows that job satisfaction is 
precursor of the variable organizational commitment. Hidayat (2018) conducted study on 
organizational commitment at PT Toyamilindo employees, the result was positive and 
significant effect of job satisfaction on organizational commitment. In addition, Ismail & 
Razak (2016) said that when employees feel satisfied in their work extrinsically or intrinsically 
from their work conditions can provide greater organizational commitment. 
Interestingly, the factor that most causes the turnover of BRI Syariah banks is due to 
resignation, this is interesting point for the authors to conduct this research at BRI Syariah 
banks, even supported by the statement of Marthis and Jackson (2001), people who satisfied 
with his work will be more committed to the organization and someone who is dissatisfied with 
his work or who is less committed to the organization will look withdrawn from the 
organization. These statements raise the question, whether the turnover rate shown by BRI 
Syariah employees is also directly affected by organizational commitment or indirectly through 
job satisfaction. So this study aims to examine the direct effect of job satisfaction on Turnover 
Intention and organizational commitment of BRI Syariah of Malang Branch employees. To 
test the direct effect of Organizational Commitment on Turnover Intention of BRI Syariah of 
Malang Branch employees. To test the indirect effect of Job Satisfaction on Turnover Intention 
through Organizational Commitment from BRI Syariah of Malang Branch employees 
 
Literature Review and Hypothesis 
 
Organizational Commitment 
According to Ketchan and Strawser (2001) Organizational Commitment is   concept 
that seeks the nature of love that is formed by individuals towards their work. Robbins and 
Judge (2011) define Organizational Commitment as an employee's condition in favor to 
particular company and its goals, and intends to maintain its membership in the company. In 
other words, organizational commitment is related to the high desire of employees to share and 
sacrifice for the company.  
Organizational commitment according to Luthans (2006) as organizational 
commitment attitude often defined as aspects that mark the high commitment of a person to 
the organization, namely:(1) A strong desire to remain as member of the organization (2) 
Willingness to mobilize all its capabilities for the success of the organization, and (3) 
Acceptance of organizational values and goals 
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An organizational commitment shows person's power in identifying his involvement as 
organizational part. Organizational commitment is built on the basis of workers' trust in 
organizational values, the willingness of workers to help realize organizational goals and 
loyalty to remain become member of the organization. Therefore organizational commitment 
will create feeling of belonging to workers towards the organization.  
Allen and Meyer (1997) state that there are three degrees of organizational 
commitment: Affective Commitment is commitment that occurs when employees want to be 
part of company because of emotional bond. In other words, strong affective commitment will 
identify employee by being actively involved and enjoying his membership in the 
company. Employees recognize the similarities between themselves and the company, thus 
showing concern and consequently forming impressive commitments. In addition, the 
employee is willing to give up his personal values and adjust to the company. Affective 
Commitment is part of Organizational Commitment that refers to the emotional side inherent 
in an employee related to his involvement in an organization. There is tendency that employees 
who have strong Affective Commitment will always be loyal to the organization where they 
work. There are several divisions of Affective Commitments that have been identified 
including personal characteristics, structural characteristics, characteristics related to work, and 
work experience, where work experience has the strongest and most consistent 
relationship. Employees who have worked long enough in an organization that is always 
consistent in the expectations expected and the satisfaction of basic needs will tend to form 
stronger affective ties to the organization than employees who have less experience or less 
satisfied needs (Allen and Meyer, 1997)   
The second is the sustainability commitment. This commitment is based on the 
employee's perception of the loss he would have if he did not continue his work in the 
company. In other words, the employee stays with a company because he needs salary and 
other benefits or because he has not found another job (need). This commitment arises when 
individuals realize that the accumulation of their investment will be lost if they leave the 
organization (side batch) or individuals realize the limited alternatives that are comparable to 
their organizations at this time so that individuals need the organization (need to).  
The third is Normative Commitment. This commitment arises from the self-values of 
employees who remain members of the company because there is an awareness that 
commitment to the company is a must or obligation (Allen and Meyer, 1997).  These 
employees only stay in the company because they feel it is right to do so. Normative 
commitment is the employee's feelings about the obligations that must be given to the 
organization. The normative component develops as a result of the socialization experience, 
depending on the extent of the employee's sense of obligation. Commitment that occurs when 
employees continue to work for the organization caused by pressure from other parties to 
continue working in the organization. This commitment refers to a reflection of the feeling of 
its obligation to become an employee of the company. Employees with high normative 
commitment feel that these employees should continue to work in the organization where they 
work now. In other words, the commitment that exists in the employee is caused by the 
employee's work obligations to the organization 
 
Job satisfaction  
Robbins and Judge (2011) view Job Satisfaction as positive feeling to a job, which is 
the impact/ results of evaluations from various sides of the job. Meanwhile, according 
to Mangkunegara (2009) Job Satisfaction is the extent to which employee feels positive or 
negative about work, which is a psychological response to one's duties as well as physical and 
social conditions in the work environment. In short Job Satisfaction can be summed up as 
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something that makes people want and like their work because they feel happy in doing their 
work. 
According to Robbins and Judge (2007) individuals who do not achieve job satisfaction 
will never achieve psychological maturity and can become frustrated. Factors that affect 
employee job satisfaction include: Individual factors (gender, age, personal attitude towards 
work), Factors of relations between employees (relations between superiors and employees, 
social relations between fellow employees, suggestions from coworkers), Physical factors and 




According to Allen and Meyer (1997) turnover intentions awareness to have the desire 
to find alternative work in other organizations. Which means, Turnover Intentions are the 
thoughts of employees about leaving the organization voluntarily. Employee turnover leads to 
the final reality faced by the company (lost a number of employees) in certain period, while 
Turnover Intentions itself refers to the results of individual evaluations regarding the 
continuation of its relationship with company that has not been manifested in concrete actions 
leaving the company. Therefore, efforts to control and reduce employee turnover can be started 
by eliminating employee turnover intentions (Pareke, F. J. 2007; Wijayanti, F. C., 2005). 
Staff turnover can reduce organizational performance and require expensive 
replacement costs for replacement costs. Retention of these workers is a concern and priority 
for Human Resource professionals (Mathieu et al., 2016). Intention is desire that arises in an 
individual to do something. While turnover is the movement of an employee from his place of 
work voluntarily. It can be defined that turnover intentions are the inclination or intention of 
employees to voluntarily leave their jobs according to their own choice. 
Turnover intentions is picture of thoughts about going out to look for work elsewhere, 
and the desire to leave the organization (Sumarto, 2009). Therefore, the behavior that appears 
from a person when turnover intention arises in him is looking for better vacancies elsewhere. 
Turnover intentions are under individual control, so they can provide research results that are 
faster and relatively predictable compared to their turnover behavior. Turnover intention in this 
study is seen from indicators according to Michaels and Spector (1982): Thinking of 
quitting, Intention to search for alternatives, Intention to quit 
 
Effect of Job Satisfaction on Turnover Intentions  
The conceptual framework of the effect of job satisfaction on turnover intention 
is based on previous research by Mathieau et.,al (2016) showed that job satisfaction has effect 
on employee turnover. Putri and Prasetio (2017) said job satisfaction has negative effect 
on turnover intentions. The study states that to maintain and improve employee satisfaction is 
done by taking into account the needs of employees and facilities so that it can make employees 
feel at home working in the company to reduce the level of turnover intentions. From the 
previous research, the hypothesis raised in analyzing the effect of job satisfaction on turnover 
intentions is 
H1: It is hypothesized that there is direct effect of Job Satisfaction on Turnover Intentions 
 
Effect of Job Satisfaction on Organizational Commitment 
Marthis and Jackson (2001) stated that people who are relatively satisfied with their 
work will be more committed to the organization and someone who is dissatisfied with their 
work or who is less committed to the organization will appear to withdraw from the 
organization. The conceptual framework of the effect of job satisfaction on organizational 
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commitment is based on previous research by Hidayat (2018) stated that job satisfaction has 
positive effect on organizational commitment, job satisfaction is antecedent from 
organizational commitment. Ismail and Razak (2016) got the results that individual job 
satisfaction has   positive effect on organizational commitment. Furthermore, this study divides 
job satisfaction into intrinsic and extrinsic satisfaction, both of which have   significant role in 
organizational commitment. From the previous research, the hypothesis raised in analyzing the 
effect of job satisfaction on organizational commitment is. 
H2: It is hypothesized that there is effect of Job Satisfaction on Organizational 
Commitment 
 
Effect of Organizational Commitment on Turnover Intentions 
Robbins and Judge (2011) define Organizational Commitment as an employee's 
condition in favor of a particular company and its goals, and intends to maintain its membership 
in the company. In other words, organizational commitment is related to the desire of 
employees to remain members of the organization. Thus, if the organizational commitment of 
employees is high, the lower level of desire of employees to leave the company organization. 
The conceptual framework of the effect of organizational commitment on turnover intention 
is based on previous research by Wateknya (2016) which stated that there is negative and 
significant effect between organizational commitment to turnover intention. Luz and Oliveira 
(2016) stated that commitment consisting of affective and normative commitment has negative 
and significant effect on the desire for turnover. From the previous research, the hypothesis 
raised in analyzing the effect of organizational commitment on turnover intention is 
H3: It is hypothesized that there is direct effect of Organizational Commitment 
on Turnover Intention 
 
Effect of Job Satisfaction on Turnover Intention through Organizational Commitment 
Kell & Motowidlo (2012) which stated that job satisfaction and organizational commitment 
are attitudes that determine certain behaviors. In other words, job satisfaction and 
organizational commitment together have effect on turnover intention. The conceptual 
framework of the job satisfaction effect on turnover intention through organizational 
commitment is based on prior research by Putra and Wibawa (2015) in his study entitled The 
Effect of Job Satisfaction on Turnover Intention with Organizational Commitment as 
an Intervening Variable in PT. Autobagus Rent Car Bali states that job satisfaction has a 
significant direct effect on turnover intention and there is an indirect effect between job 
satisfaction on turnover intention that is mediated through organizational commitment. From 
the previous research, the hypothesis raised in analyzing the effect of job satisfaction 
on turnover intention through organizational commitment is 
H4: It is hypothesized that there is direct effect of job satisfaction on turnover 
intention through organizational commitment 
 
These hypothesized are highlighted in Figure 1.  
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Figure 1. Research Hypothesis Framework 
(Source: Processed by Author 2020) 
 
Method  
The research used technique of sampling the census, so that all of the population can be 
sampled. Sample of 50 employees. The data collection method is carried out by distributing 
questionnaires to all employees at Bank BRI Syariah of Malang Branch. The measurement 
scale used in this study is Likert scale, with 5 level assessment interval for 
each respondent's answer. All data was tested with Path Analysis (Path Analysis) and test 
Sobel (Sobel test) by using Micorsoft Excel 2016 and SPSS for Windows version 21.0. 
 
Result and Discussion  
From the test results of the job satisfaction effect on the desire to change job, the effect 
of job satisfaction test on organizational commitment, and the effect of organizational 
commitment test to turnover intentions can be seen in table 1.  
The results show that job satisfaction negatively effects turnover intention with 
coefficient of -0.594 with significance of 0.000 <0.05. This means that the higher the job 
satisfaction of employees, the lower the desire of employees to change jobs. Likewise job 
satisfaction variable has positive effect on organizational commitment with coefficient of 0.567 
with significance of 0.000 > 0.05. This means that the higher employee job satisfaction the 
higher the organizational commitment of the employee. For the test results of effect of 
organizational commitment to the desire to change job has negative effect with coefficient of -
0.558 and significance of 0.000 < 0.05. This shows that the higher the organizational 
commitment of employees the lower the desire of employees to change jobs. And all the 
hypothesis tests have proven to be accepted. 
The test results of job satisfaction with the turnover intentions with path analysis shows 
that job satisfaction (salary, work itself, supervision, promotion opportunities, colleague 
relations) directly affects the desire of employees to change jobs, and the effect exerted is 
negative and significant. The results support previous research conducted by Putri and Prasetio 
(2017), variable job satisfaction has a negative and significant effect on turnover intention or 




INOBIS: Jurnal Inovasi Bisnis dan Manajemen Indonesia 
Volume 04, Nomor 02, Maret 2021 
 




Table 1. Job Satisfaction Test Results Towards turnover intentions and Organizational Commitment 
through turnover intentions 
Model 




Job satisfaction (X1) -0,473 0,092 -0,594 -5,122 0,000 
Dependent Variable: turnover intentions 
Job satisfaction  (X2) 0,938 0,197 0,567 4,768 0,000 
Dependent Variable:  Organizational commitment 
Organizational 
Commitment  (M) 
-0,268 0,058 -0,558 -4,656 0,000 
Dependent Variable: turnover intentions 
(Source: Data Processed 2020) 
The test results of job satisfaction effect on organizational commitment with path 
analysis get the results that job satisfaction (X) directly effect the organizational commitment 
(M) positively and significantly. This means that the employees satisfaction regarding salary, 
their work, supervision, promotion, and their colleagues has effect on the organizational 
commitment of employees. So it can be concluded that job satisfaction is antecedent of 
organizational commitment. These results support the support of Hidayat (2018), Ismail and 
Razak (2016) which states that job satisfaction is antecedent of organizational commitment, 
although Ismail and Razak (2016) divides job satisfaction into intrinsic and extrinsic 
satisfaction. 
The test results of organizational commitment on turnover intention show that 
organizational commitment (affective, normative, sustainable) directly affects the desire of 
employees to change jobs negatively and significantly. Proven high commitment of affective, 
normative and continuing employees have effect in reducing the desire to move the work of 
the employees that, seen from the respondents to statement of turnover intention that the 
majority provide answers tend toward disagree and strongly disagree. These results 
support Wateknya (2016), which stated that there is negative and significant effect between 
organizational commitment and turnover intention 
Hypothesis Testing Results of the Job Satisfaction effect on the Desire to Change job 
through Organizational Commitment which is tested by the sobel test shows that 
Organizational Commitment mediates the Job Satisfaction variable on the Desire to Change 
job negatively. This shows that high organizational commitment by employees due to high 
employee job satisfaction will reduce the desire of employees to change jobs. For a summary 
of the path analysis model can be seen in Figure 2, while summary of direct and indirect effects 
can be seen in Table 2 
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Figure 2 Path Analysis Model 
(Source: Data Processed in 2020) 






Direct Indirect Total 
X → M 0,567 0,567  0,567 Significant 
X → Y -0,594 -0,594  -0,594 Significant 
M →Y -0,558 -0,558  -0,558 Significant 
X → M →Y   










0,689  0,689  
(Source: Data Processed in 2020) 
Conclusion 
 
Job satisfaction directly effect turnover intention negatively and significantly. This 
shows that the higher the level of employee satisfaction the lower level of turnover intention. In 
this study it can be concluded that BRI Syariah of Malang Branch employees feel satisfaction 
at work so the desire to change jobs from BRI Syariah of Malang Branch employees is very 
low.  
Job satisfaction directly affects the organizational commitment positively and 
significantly.  This shows that the higher level of employee satisfaction will affect the high 
level of commitment owned by employees. In this study it can be concluded that the BRI 
Syariah of Malang Branch employees feel satisfaction at work that affects the commitment 
level of BRI Syariah of Malang Branch employees that also increased. 
Organizational commitment directly effect turnover intention negatively and 
significantly. It was concluded that BRI Syariah of Malang Branch employees had high 
organizational commitment so that the desire to change jobs from BRI Syariah of Malang 
Branch employees was very low. 
Job satisfaction has indirect effect on the desire to change jobs from BRI Syariah 
employees through organizational commitment. This means that indirectly if job satisfaction 
of BRI Syariah employees increases, the desire to change jobs will decrease by 
increasing organizational commitment caused by job satisfaction of employees 
Implication of this research is expected to be a consideration to solve the problem of 
employee turnover intention. From this study, the company should pay more attention to the 
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company's closeness to employees psychologically or emotionally, both by means of activities 
related to policies and by means of activities outside of work. This aims to improve the 
emotional relationship between employees and the company so that employees feel that the 
company is within employees. In addition, the implication of this research result is that there 
are still many employees who work only as a formality, or it can be said that they don't really 
love the work they do. So it is hoped that the company will be able to change the view of their 
employees towards their own work. What companies can do is create a more attractive and less 
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